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. , With the deceritraliz.ation and.decategoriz.ation'of martpower. programs, ''.

S

local, elected officials are now in a position to determine what the Can-
. . , ;,. . i ,\ ,

rarity's manpower needs are and which ones will bey served with the monies
:

. .

.
available. Tc design 'proganming dit wil l msk e test effec ve

.

use of,these

resources and wtiich will be responsive to political realities, systematic

anctcompr'ehensive planning system Must be developed. Although ,lof.,.i juris- '

,
/.

dier.ichi;are required to dev R planning'documenes as part of the federal)
414F

,funding process, these plans are often oCimplete4 to'cadply with federal

requiremenos. and are not viewed by /oral officials as necessarily relevant
.

iv, e' / or .
to'eVeryday program operations:. Hvqevei, as officials and administrators'

\
have become acqual4lidilitli tte dcillplexities in the manpower arena, they

-OL
havebecaneincreasingly aware of.the impottant role p can play in

,the effective delivery of soa-vicesk nonetheless pi efforts are often'
.... .

. incomplete and/or .inadeq7uate - not they are not seen as .essential':-

!

but because 'those idesignatid as 2_1:Inners hive not. been exposed to harming..

methodOiogy ipplicable,tó the province onmanpaver.

This training monograph baS been 'designed to provide manOwer planeW
with the type of theoretical and practical.information neciessary to achieve.
planning effectiveneis. Utilizing the skills' demoonstrat ecj through the

training, the effective planner will be prepared tot assist'loCal officials.
to make better decisions regarding the .delivecy of services and to

relate those services to other local government activities and ginning.,
efforts.

1
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Scope of*TraininK

. .

I
t

V
*:

4 4
4...4

.C4.0..
4

k."

The'. training i6 designed to be delivered in threet'codsecntive de m.
. -

Because of. the large amptint of material to 'be 'presented tnia limited amount-
, "

of time and because the material is develbregntel in *nat.tro, it isvimpor-
.

tont, that the trainer to*o',ivery attempt" fsi adhere to. the sequencing of ., . ..,$'
, . ..' - . :: -- ,, . 4 1.,iagtivities and` to the tIme).schedale. 1 , $ . s.

,
t , ,. 1, . .

.

em

Although.the material presented could serve is a review fpr. the . ', ,_ .. -
1

,11:."

-.. ..

expefiehced and skillful plaxiii-,, it is most appropriate.lfpr the new iilonneo.,' P..
P.1t

or fbr'the planner who _has not; on the job or acadertiic preitldn A '
4 I.

practiced Planning prodesses 'above those wed funding requireniekto.

The'mo'sraffectl,ve trainer wi1,1 indivIduallsho possesses A.

r.
l', T...veking lamiTlidge of the- following arots:

pest and present manpower programs.
,.

..-Lx - 1Lasic labor market theory

iabdt'morket irikortation 4,

I

needs analysis,
t*

-"resource identification

'".sprocess of establishing priorities (policy anailfais)

t- development of measin'able objectives

. , * 4 .
resource allocation . :

. -..:

-* service ',deli de;ign. 1 selection

. monitoring, and evaluation

The effective trainee:rill also be.sleilledln the delivery of ,

1

I

t

training espec y techniques -relating- to effective iriformatien preset-

tstion and to I

1.

and saioll.iroup interaction

,

. 7, t

I
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At the. ton4lueiort of the training, the participants will evaluate the

value Af4hetFairtingbased upon the stated-&Jectives. The daily structure

. . - - . , I
of, the train(ng petits Sufficient interaction to perdit the metier tr\

t../nake evaluative judgments regarding the'paiticipants'tcoraprehension of the

r

I

w
Abject matter.-

Training Clbjectives
..

. -

.

Training part,icipants will, at the conclusion of be able
-.

to demonstrate the following skills: ) '
1. To explain the history of manpower policy as It relates both
.,

to past and present programs

2.. To define major labor market come ts and to .relate these

concepts to' the role oi the planner

3.

To
identify and difirk Canponents of the

process

4. To identify and define the types of unemployment and the

. potential impact of manpower programs on each

m planting

5. To relate theicaaponents of the manpower planting .process to
0 .

actual labor market situations
. (

".s. 6. To develop a 'model plan for plaiting implementation tat

reflects unique local labor'market and political tonaitions.

:training Method.:

) .

Each agtivity is designed to develop the planner's basic planning

skills. Because the activities require careful monitoring and evaluation

of trainee feedback, the rltios,of trAiiiing staff to participants should

i.

go

, \
-



Page' 4

be the trainer to every twelve ipartic4ants.
4
Training methods will'

w

i nclude: i

te-eturete

- small group exercises and' practice

- guided discussion
t r;

. Smelll group activities will be used tolallow the paiticipants

integrate the ma rlal presented in the lepturete thr Pr4a0:64
.

experience;,

4

. SE,

I

4

4
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SEQUELCE OF ACrIVTITES

Mit I

9:06.9:30. am. Introduction

t

4

0

In this activity the trainers will divide the

..groups to pairs and ask.that each pair member

in the Other to find out the following ,

information:

Name

Employer - loCatio6

Job title/duties

Prior experience

Trainirig expectation4

The pairs will that introduce each other to the

group as a hole. The traineka will 'also introduce

themselves and provide biographical information.

4

-,The trainers will present,the background of the'

training and will briefly discpas why this type of
,

3

training is being Providqd

.

.9; 9:45 a.m. Structure of the Training

The trainersigiiiipresent the training' objectives

9, ,
0. - (either as ahimiJout.oi. written on a blackboard)

eo

and discuss how each objective relates, to
, .

. : 1)..'hRrov:Ing planning skills: The process by which

. these objectives are to be reached will be dis-

- . .

ZQ



c

r

Page 6

4

sed with special emphasis on the inter-
.

lationship betweenhe lecturettes (infor-
.

tion-giying) and the small .group exercises.

t

I i

practical application of the information)

The participants will be encouraged to ask questions

. and to express their concerns regarding the training
.

cement and/or process.

. -. . , .

9:45-12:00 p.m. 'Manpower Program History

_.-
Since planning,is a developmntal process impacted

by both the premint and the past, it is necessary

for manpower planners to understand ilow their

programme fit into the manpower continuum. In this

way they will be to build upqn past 'efforts

while avoiding the miscalculations of their pre-

decessors,. Through a lecturette/discussion the

trainer will resent the followiikinformation :

(Throughout the presentation the trainer will

point out past prograsfitrengths and weaknesses

and discuss how these programs impact upon present

i policy). 4

I. The govermant manpower ,pOlicy prior to the

Great Depreskon

A. Very little goverment Intervention

into the programs of the unemployed and

poor

4

11

p

4

.
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.
4

. 4, IP . ..
4

-... . `to. . ..
. i ' .. B. Public relief" through-private agericies 4 /

I < !I C 3

II. The Great Depression - 4.tS impact. ... i a . .
A. The develoesnent of: °

.

t

' .. \1. Civilian Conservation 'Corps '. ..

-

2. 'Federal Emergency Relief ' -
'44- .

, Administration (FERA). 7 - ". , - 614 I eft r
4. 3. lesideritiak Committee at , . ..,_.

/E4onanic Security . .
... N 4. Workg PrOjeqs Administration RAI 0.,- . . ,

. 5t .Unenployment Insurance .4' - I
';76.. Social Securi ty Act , --- .

. .
7... EmploYmerit Service - tl*Wagner-

Peyser Acct
'.

.. -
.1."-.

. . _ -
At ) . .' .

B. First time federal govbinment toad .
..

, ...5.,...t, =..*
, 'responsibility -fo'r the unemployed and -- , ..

:, °. . .0
. the poor .

- 1 '
' '

,,a) r '.' .fr .

e * .
F st s

* 4,Itscussiok question: What were. the long
O.

,.

teterm effects of this decision
government ?) f

3

4

rt.

C. Economic recovery not completed untii. -
.T.

- World War ell .

- III. t World War I
t

: a ,
. t,

4. A. - Concerti about.' the diedied of returning

the 7"
servicemen on the unemployment rate/P..

P
1". Employment Acct of 194

t 2. Oxman- of EConcmic AcIvistrs
.

B. Impact, of uttipplayment 41-1surance

e' .. r'r. _ 1

C. The autcetatibn'scare ...
. :-

1._ Concern that machines !Amid replace
labor .. ,

2. Predicted- that by l96 millions of
unskilled laborers would be unemployed,

3. Ins..eetzi'for fornitlaiion of manRower
Policy ...'

Iv% i . ,).'
,,,

.f.,,

Malw 142

0.4

.

.

-

.
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^ NI*tO

Peke 8

/

`IV. The Kennedy AdministratiOn
N

.

A. Established .Office of Manpower,

Alitanation and Tr'aining (MAT) in

Department of Labor

B. The Area Redevelopment Program
;

.

C. Manpower Development' and Traihing Act
.

. (MDTA)of 1962

D. Ooamunity Work and. Training Program

Ji,ohnsoathrdnistration - Thee War on Poverty

A.- Rate of unemployment of minorities, youth;
4 .1

.4poor'and uneducated did not' 'seem to be

influended.by MDTA e
.

Attaait to develOp a cmprehens1ve anti.;

VI. ..The :Nixon Administration
, .

A. Initially concerned with improving- the

PovirtiO,rograal:'
.

IOTA - 1964; Adding, legislative
emphasi* on the -disadvantaged

2. Neighborhood Youtkeortis

'3: Job Corps 4.. .4
4. Ccemunity Work: 1t4 'Training PrograM

Work-Experience. arkd Training Program
6: Work Irgentive 'Program
7. -Operation Mainstream

. 8. Jbb Opportunities in tro.)Ns ,

Section Programs
. 9. Vocational Education Act of °1963

10. New Careers .

11. Concentrated Eaploymant Program

(Discussion cpleation: Thera .we:ra\nisny

programs, not alwaya.wall-coordinated.
What dO Sou thipk was the result of this
fraeoentation?).',::-,:

mmagament of menporde.r at_the`

:

;

vN

4

4

I .
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4.

1

national level

1

4

1 Wanted to decentrallz . d

2. Wanted to dedatego

B. Several programs Ali toward these ends

1. WIN TT,

2. Public Servi eers.
3. ,Public ERA 't Program

C. Decenjsalizat programs
.

1. Eitab1istm3ni of the Cooperative 'Area
Manpower Planding Syetera (CAMPS) 1967

. 2. Enactment of the ftprehensive
Employment and-Training At

(Discussiori 'guest on: Ingo= experiende
with, present manpower programs, do you
think' they can avoid the problems of the 4

past? What new' difficulties have been
encountered?) ,
3: Expected effgcts kok decentralization

a. Planning reflective of local. needs
b.% More flexible delivery systems
c. Greater accountability. .

12:00-1:00 p.m. Lunch

I

1 : 002:00 p.mn Snail Grim, Discussion

A

4.

, Goal: This activity' is designed to provide the

particifints. with the oppoitunity to use.. istorical

data in planning present 'programs.

O'ctives: Following the ccupletiori of this

4 es ercise,-/erainees will, be able to:

,Identify.strengthi andweakhesses of the CCC

.and the Job C4rps -

k
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r.

2. Identify the elements that made one successful
, .

and the Otter less' so

3. Determine how this information can be

compiled to present progeam planning

Size or -et- : Divide trainees into groups of

4 or 5

Instructions:

1. Cn blackboard write 'the following

CCC " / Job Corps / YACC

2. Review the brkgrotrid of the -CCC and point

to its success. Review the background of the

Job Corps and point to its inadequacies. .

. .

R eview basic YACC regUlations.

!43.. Ask the groups to discuss the f011owing:

- What factors led. to CCC iuccas? To.job

Corps inadequacies?

Ate these factors Over which manpower

prograMs have control? Why?

- if you as a planner had the opportunity to

sponsor a YACC, would you -take the Taney?. Why?.

- If you sponsor the program, what consideration

would you giVe to the following factors:

residential/non-residential.

participant characterisitics.

- recruitment
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Page

'work sitts

public .4eLati.ons ,, .

- participants outeomes (i.e. what T9 Oa 1

happen to participant after program
, 4 S

participation?) j
4. Allow 25 minutes-Eor the small' group dis sion

Discussiod: The small grotips will be asked

report on their discuesion..

1

2:00-5:00 p.m. Basic Labor 11;;rkei Theory

.

V

In order for 'planners to utilize in.formati about

-present tabor market conditions, to ident

trends: and to predict future market acti ties,

it is necessary for to understand
)

the

labor market operates end to develop a king ,

"labor mai-ket "vo isp initial in

helping the participan to-develop such a1 .

vocabulary, the trainer will ask the p icipanta

to write (eithet individUaLly or intsmal groups)

the definitions of the following terms:

- labor market

"labot force patticipation rate

unemployment

cyclical unemployment

-. frictional unemployment

t

O
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I-

\ 's

\,
.4

seasonal unemploymEnt,

structural unemployment

inflation

productivity

labor as a derived demand

primary labOr market

13temaal labor market

external labor market

The participants will be told that they are not

expected to lipag all thedefinitions, and perhaps

will not know any. After the participants are

finished, the tmenerwill lead a discussion of

the definitions and use\this discussion as.Oe basis
. .

for presenting the basic theoreticat labor market

framework. Areas to be divussedinclude:

I. Definitio9 of ilabor-market - a
\

theoretical conceit desCribing all the methods

an&processes by whichsellers of labor and

buyers og labor .interact.

7 s :



tide 16 and over
.

3. .6nbe ed for subcomponents' .--,-
in the labdr.force (e: g. age, s ) 4'

4.. Cages ivthe. force parti ipation
. rate over the last 3 s.

(Disdussion quest Witichsubcompon t,(s)

of labor market experienced
greatest change in the rate.of particip tion?)
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.111.11

1 ..0
.4.

{
Cyclical, seasonal, frictional,
structural unemplaypent.

4 (Discussion -question: Which type (6) of
tmeaployment are mast likely to be.temedied
through msnpower programs? Wily?) ,

C. ElassticiPY of the labor force

(Discussicn.questiort: What might happsn
to the size of the labor force when there
is a recessicra Why?)

1, .

6... Determinants of the demand for labor

1: Demand for products labor prpducea
2. _Purchasing power
3. Role of the, federal government

ccmpensatory fiscal policy.
. .

E. Characteristics of labor markets -"or how
do people find jobs?-

1: Public and;private labor 'markets
2. Inter al. and external labor markets

. 3. Primary 4and seccndaxy labor markets
4. Organized and,'unorganized labor.

markets

F. Malfunctions of the-labormsziset - or what
happens when the concept of the perfect
economy does not work?

1.
2.
3.
4.

Unemployment
Undererployment
Poverty .

DisadvanEageraent

44

(DiScussion questions: Why are people
poor? 14hitt inpact have incaap,mainrenance
programs had*in the supply anidenand for
labor in the'secondary labor market? in the
primary labor market?) 4

-

G: Relationship between inflation/.unemployment

The goverment and ccevensatorlA fiscal pnlicy.

I. The role of manpoWer programs in the
labor market

19 .
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I

9:00-9:45 am, Riview of Day I
.

.4

)

The trainer will divide the group -into half. Each

group will be asked to develop five questi.on.f.r.

which cover what that group considers the most

important topics discussed

will be reminded ihat-ffigy

to the questions they have

in Day The groups .

'should itlow-the answes

lieveloped.

'Each member of the group will, write the five questions

on a piece of paper. (Just,.the. questions, not the

answers) . After each grqup'has developed, and

written down the questions, the goups will switch t

questions and either individuals or as a group

will write the answers to the other s' questions:

After this task has been completed, all questions

will be read and discussed by all the trainin,g

part=icipants:

9145:0:45 a.m. The Plant:ling Cycle
sr

A short lecturette will be delivered by the trainers'
I

detailing the major- steps in the planning process

and their, relationships to successful progran planning.

Included in ir discussionwill be

/
''';,, A bi-i explanationi lanation with examples of

e

e?..ch s ep 4

20
e

e

.4
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. .

a A

j.
os Art' explanation b the *lice' nature

of 'the' planning process

`Tine -following amps will be Covered:.

t

.

1. a:' Review esraluatiob of 'iacistingogramsi
b. Assebstneat and needs
C. Inventory ofservices.

2. .Canparison of needs vitt; resources

3. tenet or undermet needs

Setting of ".priorities.

5t Allocation of funds,

6. .Using* prioritizing remaining lkinet needs

7. C.papletion of plan'

8. Plan approval.

9., Plan implementation

10. Monitoring and evaluation

At
.

10:45-12:00 p.m. Wcirkshop /Activity- "THE PthifING PROCESS"

'-'--'..Goal: This activity is s;sighed-tO anew t he ..
. 1 . trainerto inallInorate' the ten steps a the . . ....

..

1 wr r.-_--,\ . ik
planning process into his/her'PoliticAl reality.

L.

fibjective: 'Following the carOleifial of this ,
.k

4
exiarciee, trainees be able to:

1. Ideintify and understand the.10 carponertts of

the Plaming prokess

2. Identify individuals 4nd/or' within

their political arena who ly carry

21

,

1
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?age. 43:7

.
44,

,

0

s,

O

le,
".

planning step. There is space alloted below

`4d.ch step in the hErvidut. An asterisk is to

be plkced by; the panne of the person who is
,

.determined by the tiainees to be. the step's
s s

key- deciaon-maker.

3. interaction.,aarsng 1h-embers of .the triad is

encouraged tci assist in clarifying the

:
r evro cei

.

,230 minutes fOr the trainees to

. dadplete tbeir

Discussion endFeedback: Following the com-

out titede 10 steps

Incorporate these steps into 41cmulating their

crin program plana

Size of aiouR: Trainies will be divided in

tria:dZY, This glow for interacti on among
-

trainees.

I nstructintia:

1. Distribute Andout ,entitled ;Me Planning
r

. Cycle" (see liandouti in app endix) .
...

\
. / .
2. Each trainee will: list 'the title of the/ .

:. ..4
person and/or gray who carrids.out each

0

0

yr.

0

pletion of. this exercise, *the large group will
... ....

.. reddIvene. Traineed arpncclurdged -to raate
. 11. 1- /

their findings. to the .:group :

*- : * '

t

O
I

4

1..,

0. -1 4

.

R.
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e

.. ..*
(Discussion questions: DO you reconizea
dread in your agency?-Does the eau* persori do

most of the piercing inyouf agency 'or-do
different people Carry out each step? Are the
steps dieing carried outs)

1200-1:00 p.m. Lunch

I

1:00-2:00 p.m. <. Sources of labor Information

Good manpower planning requires the

identification and utiLizatiOn of labor market

:information.. Through a guided discustion, the,
trainer and participants will identify the =for _

. - .

sources of labor market,information

, review the application of this information to

the planning cycle. Sources.t9 be discusse-41ude:

- .EmploYment and Training ,Report of the

President 9
#

- The Dictionary. of Occupational Titles

- Fran the Bureau ofabor Statistici:
ent Wage) Development "

- Employment and Earnings
labor Review . .

.Occupational Outlookfctuarterrly
- Employment and Earnings, ,States and Areas

.. - Handbook' of labor Statistics

- The U.S. Geniis of Population
r , ,

Oa

;

Through State Employment Security Agencies:
- Annual Planning &port.
- Area Labor Market Review

State labor Market Review ___.

Occupational Enployment Statistics
- Quarterly Job Openings Report--

ik 23I

O
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a-

.( 1

2:00-3:06 p.m.

id

ml

re

4.1#

Quattei4 Report on the Characteristics
of the Insured Unemployed
Labor Force and EMployment Estimates
-Ekmrs and Earnings Estimates
Labor Tbrnover Rata
Characteristics of the Insured Uhemployed
Employment Security Autcciated Reporting-:.
System (ESARS)
State. Occupational Outlook - 1980

4
(Note: details see Sources of Labor Market -
Information, Handout. P. in 'appendix) -

Insdismising the

be uiilizea as handoqt (Note : W1 lever possible,

sources examplds will
. / ---,

the trainer will secure I labor once information:,

as described previously, to be id as handouts.)

Along with` presenting the sources o 'market

informatiOn, the trainer will also soli
r

participants suggestions

couldbe utiliz

Cycle. 'For'oample,

fran the

the information .

In different phases of the planning

which sources of infCtmmtion

assessing the need, in all

cipants will' determine

willbethelpful in

ting resources,etc.

The.trallun: will the participants

clearly understand that all dis ed labor

market infoniiityn is readily available

Workshoi Activity - HASSESSMEIC

"Imaz GROUPS"

accessible,

Goal:. -This activity is designed 'to (1) provide the

plillipant the opportunity to.use labor market

.

-24
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. , . .

. ,

Objectives: Following the ccmpletion of this, .

. -

.- exercise, the participants will be able to:
. .

., ._

, ... %

1. -Utilize basic census ate .

. - ........
.

.

. ,Utilize basic manpower statistical data

3. Identify methods) for selecting groups to

.Page 20 f
market infoimafion in an actual pLumlizi step #'

and (2) iRprodude the participants to the critical

---1.saue of selecting the programs .client

A

at

e .

ad.

(
be served by manpower programs

Size of Group: Participants will -be divided into

triads. Interaction among the triad will .be ,

encouraged.

Instructions:

1

1. Distribute Handout C (see appendix) titled

"Target. Group Identification" and die

following labor market Dffermation localized

.for the participante:ars;Onmie'40106ssible:

- SMSA -Population Analysii (U.S. Bureau
of the Census')

SMSA.CbaracteristiOi.of the Insured
Unemployed (SESA) ;

- Job Service Applicants Receiiing Welfare
Characteiistics(SESA7ESARS)

- 'Job Service'ervice 'Applicants'Characteristics
OESA-ESARS)

- Job Service APplicatits by Occupation,-
sex, and rdriorl.ty group (SESAESARS)

- Population'Projections by age sex,

-udnotity (SESA).

25
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.

sy

.
. .

.

.4
7:.44_

aw

'

4'
.

2. Pe triads will review the. labot:market? A:

infoimiition to identify two target grdups,' .

1
4

S.

a

most 'Opropriate for matiPoke serkces.. %.

. .:4111i

Tbe '".Target Group Idedrificationut-form may
-

be,ied to stiamarizi the data; tiow4, 'the -,
I

'4' ' tiied.vay chcoSe to array. the, data 'in''Ario414r
-.-

,

n

4o
id

3 A
a

p.
0,

40it

way. r lip r.

3. - The triad will, in selecting target

.
ixoups, consider size, possible reasons for

. .uneaployrsant and fiibme trends.,
--,.

- The triad will select a #014E1SpiiSCa phO ,

will present ,'to the entire=trOiding session

a

: -

tbe"iatidnale for selection.
, s

O.

Thirty minutes will be allofed,f*,.aria.1Ysis

and selection.

-

Discussion and Feedback: Each triad, spokes-

IT

Y.

.

.

person will present the. triad's Seledtion* 044: :,4,4 ..-

z .

rationale,'" Participants il L; be encouraged t o ... -
. -

. h
e

?..

., . ..'

moment on choices and to' discuss' in -
, ... ...

4

: selection procedures and rationales': - . .- .. 'S4 :1'.

:a .
. ...,. 9, % ..e.

v

e

4ternate Exercise: The Newspaper as ,d4ource

of Labor Islarkt Infoniatiort:%: ,

-.,
(Note: The exercise "Assessment ot PpteT:ttial.
_Target broups" may be too difficult or some

:s training groups. If the trainer prefers, the
..° " following exercise may be substituted-0) -, -
1

.
, .

I

. ,..
,

1

. . ,
1 26 f1/4
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,t1;1:71

Goal: This,activityiis.desi gaa 1st the'
)

cipant to readrtewsp s with.n. eye
. Awe.

Is
40v

1.

J

toward using the information to gndrIgkeater.
A'

knowledge of the comm unit5i-the local labor
.

market, the locaiJnationi economy ,and other

factors.whichmay impact the planning process.

Objectives: Following the 'completion of.this

exercise,. the'c4rtiCipacta will 'be able to
.

.

I. Select pertinent news media article?

2. Analyze thedi-articIeslotpotential.

.impact on_plai.tning,the program performance
. ,

Size of_Group.: Participants will be divided

into triads.

Instructions:

1. The triiiner will have collected local newspapers

and reviewed then far pertinent articles. (If

the lOc-4newapapersaonot have sufficient

articles, the "New York Times" and the "Wall

Street Journal" will often provide suitable

information.)

2. The triadtwip. be asked., ,to review the news-

:paper.and select an article to discuss and

1.

..
'analyzev, .

. .. t .

3. ',111iii-stAaci will select a spokespersonson' who will -
,

present the §ubstance of the article to the
.

. .

entire group. . t

2 7.

J./

-
"r.

..."

0

%

:

.:44144".

0,4
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43:g0-3:30 p.m.^

I

6

1

'
1

bs Applicint Records in Pr am Planning

The planners have at their' fingertips a valuable.

source tkleinfo twit reg potential P ain

partic the Who aver aellied for service,
,

but who as yet not enrolled in the
\-

ProgrAm lr* trainer, through a short lecture

and guided discussion, will suggest the
6

following as a method ,of utilizing this
0

potential. client information:

I: Classifying populations by preparedness

for., employment

'A. High mbility

B.' 46 capable

C. Moderate. barriers
g

D. S'ever'e barriers ;.

n. Indicators For exile

A. Work txperienceT

B. Education

6 $.. AccIss to transPortatijip

D..

III. Prockss - By Categorizing .tfie potential

caseload in. dila way, the planner clitsr:nrMd

, usual target group classifications (e.g. r e,

sex, age) aid assesses clients. bailed upon

their potential for env. loyment lei deterMining

11,

,

'a

o



t-

age 24

4

Ne

I

whichgToupawilf.receive what percentage

of the available resources,ibasic decisions

are made as to the program itself., For

example, if a program plans to serve those

who have moderate and severe barriers,

eheprogxamwillpro6ably:

- not have initially high placement rates

- have extensive emplaya4lity,deveIotmpent

activities.
if

- develop supportive service components

- expect relatively high numbers of non-.

positive to:dilations:

3I30 -4:30 p.m. Priority Setting
r

Because noprogram.can net all the identified

n4ds,.the process by which the planner sets ,. .

--. priorities and than is able to substantiate

' 'these priorities to decision-makers is important

(where everything is a priority, nothing is

a priority). Through a leceurette,and guided

discussion, ehi trainer will present a usable .

.

priority setting process. (Inieial discussiam-.

questions: &Ails ehe re3:a importamciof

manpower needs presently assessed in your program?

How do you evaluate the present process?)

29

C
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is

Areas to 1;e covered in the lecturette include:

I. The two components of priority setting

A. Developing a list of ideal priorities

in TahiSmanpower oneeds would be met

first (in the ideal world) without

regard to funding restrictions,

legislative .requireffents , etc. This

list would inciutle1:-
.

1. -Description of the unmet or un-
dermet need
a. narrative description of the

nature of the current need
b. magnitude of unast need

2. Description of how the total needs
are met by existing services
a. how much of the identified

need can be met by existing.
services

b. how many, additional sirrvice.s

would be necessary to net need
3. Techniques for prritizing need

'a. at advis,by bbard meeting,
presenting- needs as' described
previoUsly, and encouraging
board muftis to individually .
(bes4 method) or collectively
(less' desirable) list prioities.;
As a group will discuss one
anther's priorities and make
final listings.

.b. possible pita-ming chart for -

=cabers

Magnitude of
Niture of Magnitude Services Needed Benefit from Ranking 4--

Need* of Need* To Meet Need* Meeting Need a Need

r

0

. - I

*NOTE: Staff should supply this data

ss.

30
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4

. Developing a revised list of priorities

deflecting practijPl limitations

1.;--Pactors which may change "ideal"

Kiccitieuinclude:
a.) legislative uendates
b. local government policy
c. funding limitiatians
d. existence of other publiAbr

private dollars which'will.
meet need
community acceptance or
pkioritization

f. existence (or lack thereof) of
suitable service deliverers.

g, validity or appropriateness of
program's involvement ixx the
particular area of need

Z.' List forwarded to board for action/
. modification

V.

31
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40

III

9:00-9:15 a.m.

9:15-10:15 a.m. Set Ob'ectives,,Alloca -Resources and

S.

Review cALy a 11
$

The Mx of Services

-In cider to the transition from strategic

planning (i.e. using inforraetiion,scurces to

define reeds and establish priorities). to

operational planning (i.e. developing a plan

'411 of action) requires the development of measurable

obfectives for 'each established priority.

Iii a fecturette/discussion the trainer will

explain .the following material:

I. to establish objectives

A. Set nino_rical standards fer the

'outputs of the program

B. Ratify the specific services peeded.

by the individual- target groups to be

,-

1

.served

C. When to set objectives
.

1. Develop objective; and then' design
delivery system

.2. Devtlop.delivery system and then.
determine what outputs can be expected

(Discussicn question: List the strengths
apesTaknesses of each of these two
nuthodi.)

4'
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A

1

1

D. haracterisitics of objectives

1.

2.

3.

4.

Desirable
Realistic
Achievable
Measurable

Allocating Resources/Mitx of Service

A. Forecasting manpower requirements -

where- Axe the Sobs? A possible process

for this (using labor market information)

includes:

1. Understanding of the local area's
histotical base of employment data
by industry and occupation so that
trends cartgke established.

2. Understanding the short and long
term implications of =rent events
(e.g. declining birth rates, 'balancing
of payment deficit, mandating
refitment' in the process"of being
ruled un titutionel)

.3. UtilizingGbor turnover and job .

oimation frail (SESA)
4. Ident growth indu.4tries
5. :Identifying growth pocupations within

these industries

A

4,

(Tn discussing "forcasting manpower require-
manes" the trainer will make it clear that
such forcasting is at best imprecise and
thus in the process there are no absolutes)

. .

B. Allocation of Resources

1. "cruo.ial step in the planning process
is the determination of had thcise
selected for service'Xthe target
population) will in fact be, served.

2.= Methods of allocation
a. by problem
b. by target group
c. by service 'deliverer

, Si 33a

i'o,

:
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0.

t

3. .Process of allocatioq
a. weighting based upon such thilmgs

as the unemploymrit rates,
education level

b. high impact allocation - where
do the policy makers want things
,to happen,(eg. the model cities
program)?

C. Mix of Service`

1., Type of ces
a. serVices
b. Employability improvement
c Job accesse
d. Job creation
e.- liccone maintenance
f: _Supportive services

2. Services to be provided will depend
upon groups selected for services,
priorities an't -objec,tives

10:15-11:30 'a.m. Monitoring and Evaluation.

I

No planning cycle is caaplerefunless it has built

into it a tronitoring'and assessment cceponent.

To make this,po* t the trainer in a guided

discussion 11 assist the participants to c

the following points:,
.1

1. Definition 01. terms

A. Monitoring - Primarilya qtimetitative

pLINiss
2."

1.. Continuous process of observing and
reporting

2. Continuous proceis of comparing
actual achievements to planned
acievements or objectives

3. Periodic process of assessing how
a program has net it objectives

at pre-detairdned milestones-
. ../

34
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O

B. Evaluation

1. Periodic process of-assessing why
' certain programs and/or procedures

, -have been effective in meeting their
objectives and others have not..

2. Periodic process. of assessing if
programs:affected the basic problem

. , thay>lere-funde4to resolve.

A

II. Principle types ofevaluelonueosOres

relate to input, Tmteess and output.

'Input measures define the input of

resources into a prescribed process,'

designed, to.icgleve a specific set of

-
*oft t.

outcomes, e.g. ,

- 'staff salaries

- r ent .r

suPplifes

B. Process measures track personsthrough

the services, e.g.

- averege daily attendandit

- component completions \.

student /reacher ratio

ta-

43

t.

.

C. 'Cute= measures describe the results, e.g.

placement rates

- - 'skill attainment

C.

III. In choosingveasures, 'consideration should be

given to:thh following:

35,
t
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.

A

A. :Measures should be keyed to specific

goals, objectives and operational indicators. ' . ,-

. B °' le measures should be favored over
c'.

. t
, .. lex meaeuree

,
:Measures which net both local and federal,-

s

s

CoSts of getting iriforntation &cad be..legs

than costs of not 'getting it

'needs and the needs of the planner are
t

preferred

4

6

k
E. Objective, quantitative measures - when

. - are to be preferred over sub-
-

v jective judgments

N. types of assessments
-

- A.* Operational control and assessment

B.; Alternatives effecilbeneim assessment

'C. CUtcdues assessment
. f

D. Impact assessment

ts'EXamples of evaluation measures

.

'

A.. Class

1.

2.

3.

4.

5:

6.

7,
e.

-- '.. 8.

9,

or Program A

Taal cijulative patti.cipants . 100
_Total teradnaticni- - . 75

Total positive terminations 60
Total non-positive temiriations , -15
total placed . ' A 20
Positive termination rate (#3/#2) 8W.'

Non-positive termination
-rate. (#4/#2) 20i1t

Overall pLacemerit rates ( #5 '1#2) ..277;

CtindatilKapenditures $210,0P0

. .

. . . t'. ° . .

. . . '. .

of
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16. Cost per participant $ 2,100
,.11. Cost per positive termination $ 3,500
12. Current, cost per placement- $ 10,500

(The trainer will lead a discussion, Of how

these simple measures can be used.)

VI. Using results -4-

A. To modify objectives, if they are found

to be unrealistic

B. # refine the plan

To change service deliverers

D. TO, povide objective data to elected

officials administrators to help theta

,irmake hard decisions r.

11:30-12:15 p.m. The P Utical Envirconent and PlanninK

In order to help the participants understand the role

of the planner in a paitical'envirconist the

trainer will lead thk .participants in to eiploring
I.

to following topics:

how the enactment Of CETA has affesod

local manpower policies

the planner as advocate or alternative

provider

sources of influence and their' concerns

- elected officials

- policy board

37
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- service deliverers

. - employers-

- unions

should the planner peke stands on issues

information presentation

-. simplify

)
- narratives; short and to the point

- gear presentation to the basic

level of undersianding in the group

- stress facts rather thil opiAbons

- be prepared to support. findings

,

- data is effective only when understood,

and used

12:15-1:15 p.m. Lund

1:15-1T30 pjm. Instituting,CFlanning Systan

4

I

The trainers will deliver a brief in. , tion of
1

the tasks imvolvedin designing and ... -tiqg
1

1-..- .

an effective planning mtan into an wasting

'manpowerprogram. Included in this, discussion

will be:

I. 'A review of the ten steps,in the planning '

process with emphasis placed upon the

conclusions drawn from the workshop activity

Process."

38 IA
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required to
r.

institute a workable planning system

into a program. The following steps Will

.be covered;
/
A. Ari analysis and assessment of the

present planiiing process: (Who are

0.

, the decision-makers? -Wher does planning

take place?)

B. Identification of an ideal ,planning/
Vystex for a particular prpgraM.. (Based

44.

on program variables - size, scope, etc. ,

different nee ds for different Outcomes.)

C. Deyeiopraent' of ca workable ili.;;Ining system'

(incorporate the financial and'Volitical

- realities of a particular program.)

D. Setting, of objectives. for the implementation

of the' plann'ing system.
f

a

1:30-3:3d p.i. Workshop Activity HatISITTUTING A MANNING SYSTEM'

Goal: Ttiis acitity is*signed. to slim the&
trainees to practidprogram,planning in a .sin9lated

1 work -life situation It is azificipated that this

'.activity will pi-ovi.de a stimulus for carry over of

0 this training experience into the trainees' work .:,
) . f

A
0 . settizig

41.
4: 4..

. t A .

.

4

3

4,
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, Objectives:' Following die carpledion of this

1-,. .
1 exercise, trainees will be able to: .

%
.

.

- A. Accurately, analyze the planning`
. .. .

network in ;their pram and assess

its :effectiveness.

I

B. Apply-the steps in rograd

planning iri developing and implementing

4
a plarining system,

C. Institute a plannii-g, 'System in new 'Or

already existing program. .

Size of Group: Mn order to insure the trainee"

focuses on his/hei own particular program, he/

she.will be required to woo c inciependently. If

more than Crie person per'prOiram is

trainees maybe divided into pair' s.

.represtnied,

essential to the 'success of the exercise that

each person relate the 4pLrning procesiNto his/

jier: particular setting:,

2--j..T.;Istructions:

1. Distribute handout entitled "Instituting A'

`Planning SySt4ni .", (Handout D fns aPORE;dix)
. E

..'.2. Each trainee will ccap.lete Part A of the
1- .
exercise.. Steps InC.lusle: :

a. ailessing his program 0=4'4 syapai:

b.' determining his/her ideal .system

. 40%

4
.

A

.

V

.
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,1

0. 141p.«1k

c.efabmulating d realistic, indiVidual

0.

planning syattin

d.: setts objectives

e. detailing tasks
. -

3. Eacktrainee will complete Part B,of the

exercise. For each task detailed in Part A

the trainee will indicate:

1

a. format to be utilized in presentation-
.

b. to when tasks Will be. presented

c. who will make the presentation.-

d. what kncirsion made ,

4,

e. a time schedule for inplemantation of,

,taskst/decision.

pepare a brief' (3-5 min.)

preqiitation of his/her method of plamiiiik

system irctemmtation.,

3:30-4:15 Tr
I

,

4

will individuilly preieixt ift brief

S3-5 min.) Presentation. The presentation

will answer the question, "How would you

institute a planning systati'witbizi your

program?".

4:1514:30 p.m. Workshop Feedback. Trainers. will 'elicit
reactions from the trainees and provide

feedback to the participants regarding the

wC4kshopercise.

=

-4,1
N'

-
41130

4
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4:30-5:00 pm. Wrap -up arcd Evaluation

questions. The participants will be

asked to complete the evaluation-fop.
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SOURCES OF TABOR war neutratoN

Good manpower planning requires the identification and utilization of

labor market information. 'Through a 'guided discussion, the trainer and

partiapants 411 identify the major sources ,of labor market inform'

and will review the application of this informatign to the planning

cycle

-

Employment and Training Report of the President

Transmitted annually by the Department of Labor, these,reports present
a good source of information regarding-manpower policies and tolicy
directions. Fattors affectingism:Inspower 'requirements, resources,
utilization' and training -are sed.. Some examples o topida
areas are:, industry employment trends; employment gains in the regions&
and states; goverment. expenditures and manpower requirements; manpower

ly and demand; joblessness and poverty in the urban slums; undir-
t and poverty in rural 'areas; underemployment and underutiliza-

tion of manpower, skills shortages and training needs. Each report
includes an extensive statist 1 expendix

The Dictidnaxy of Occupational ,Titles {DOTS./ , .

Volume II of the DOT, is especially helpful in identifying the industry,
in which-an occupation can be' foundrthe related work areas and common
profession paths. Voltam I provides standard occupational definitions,
for thousands of jobs can in the American economy.

4
ft

Fran the Bureau of labor Statistics:

Currant Wakge Development

Wage and benefit changes resulting from collective bargaining.
settlements -and sprmagement- decision's;. statistical. -armories;

and 'special reports on wage trends.

employment and-:Earnings

Current data for the United States as a whole, for individual
states, and for more than 200 local areas on employment, hours,
earnings and labct turnover.

*
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Monthly labor Review/
Articles on employment, labor force, weies, )arices, pioductiVity,
uhit.labor costs, collective bargaining, wcmicars' satisfaction,
social indicators, and. labor developments abroad. Begularleatures
include a reviera cd:dWNelopments in iniastral relations, signi-
ficant Court decisions in labor cases, book:reviews, and current
labor statistics.

Occupational Outlook Quarterly

Current information on eavloyment trends and outlook, supplement
and bringing up-to-date information* on the Occupational Outlook
Handbook.

EmPloyment and Earnings, States -and Areas

Historical state and areas t and earnings statistics
in the nonfarm sector of, the economy. .

Handbook of Labor Statistics

Historical tables of major series published by BLS.. ,

Handbook of Tabor.Statiatics

Published aralually makes available in one volusetthe major series
produced' by the Bureau of Labor Statistics. In.:general; each
table is complete historically, beginning with the earliest
reliable and consistent data and running through the calendar
'year of publication. Related series from other governmental
agencies and foreign countries :are included.

The data4re grouped under emenccoic subject matter hedings such
as: labor force, employment, unemployment, wages, etac. The. data

are grouped-without regard to the surveys or other Sources from -

which the information wet developed. For example, -the section m
"Emp -t" covers data from several programs "Current PopuLatiOn,

."Current Employment and Labor Turnover StatistiCs"; "Farm
Employment and Wage Rates", "Goverm ent Eaployamnt", "Apprentices
in Training", and "Manpower Developsaidt and Training"

The U.S. Census of Population

Complied and published every tenth yea* is the most comprehensive source
of statistical information on emproyment by occupation and industry.
The most recent Census data are 1970. Planners will find that the
most useful of the teeny Census reports are those called "Detailed
Characteristics", which 'are available for each state. These reports.

4 . e
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provide information on the-population's social characteristics such as
age, race, school enrollment and school years =plated; and economic
characteristics such as occupation and. industry of enployment,.weekly.
hours of .work and income. . _For some characteristics,.metropolitan
areas with population exceeding. 10,000 are tabulated separately..

I.

'Through State EMployment Security'Akencies:

Annual Planning Report

A comprehensive collection of available labor market information
and related labor force characteristics. Publication includes
narrative and tabular discussion of, trends in populition, labor
force, employment and unemployment ;along with information relating
to the need for employment and training programs, characteristics
of the economically disadvantaged and barriers to their employ-
ment.

Area Labor Market Review .%

A comprehensive =1 and statistical report 'which examines
local labor market *tions. Programs and resources aimed at
resolving employment - blens are describefr..,

State Labor Market Review

Review of ieeent labor market trend.; in the state and major labor
market areaa. tion includes labor force and employment
developaentt, janemp t insurance claims, activities and hours
and earnings data?.
O cupaional oyment Statistics

An analytical and statistical report% of occupational staffing
patterns by industry. Data for wholesale and retail trade and
regulated industries available.

Quarterly Job Openings.ort

A report of current job openings by' occupation_ listed With _the
- SESA along with the supply of registered applicants'.

Quarterly Rapoi-On the Chariicteriitics of the ins-cured Unc ployed' l

A narrative and statistical analysis. of the characteri sticstics of the ,

insured unemployed including data by sex, age, occupation ana
Industry attachment.

.1.
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. e
Labor- Force arrd gaployment estimates

0 ,. . 1

Estimites -of civilari labor force,' eimplOymeni, \unemployment and
unemployment rate by place d residence and components of wage
and sa14-y- employment by place of Work. . ;employment

.

-.. .
Hours and Earnings 'Estimates

%,-, : %.1, . .
Estimates of dverage.wiaimeeks and average .hourly and weekly
earnings forroduction workers in manufacturing.industries
and nonsupervisory workers in selected porvanufacturing 'indus-
tries.

1

ro

.... labor Minover Rates --. 4 -

EStimates of accessions (newlares and reC'al and separations
(quits, discharges and layoffs) in selected wEa ing
industries as a percent of total ugmufacturing t.

,

Characteristics of the Insured Unemployed . A

e

' -.- .
%

Tabular data on the characieriatics of the insured, .unemployed:

Sex, age, ogcupation,.industry attachment and current duration
of unemployment aresinclOded. .

,
.,,.

Employment Security Automated Reporting System (MARS)

Data. on employment service activities including job applicant
characteristics, Counseling, referrals and placementc,

StateOcaupational Outlook 1980

Tabular and nareativkdiscuseion of %employment projections to
1980 by occupational category.

,-"P

-
0

<

era 4
Q

A°

. 1

O

,

0

A

A
0- r,.6:

A
4".

;

6

an



51

HANDotird

TARGET COUP IDENTIFICATION

'* 1$
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.
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PART A

s.

I

.. . ..
.- INSITZTILIG A PLANNING SYSTEMi

A JI *. .
,,

a . $
This exercise is designed to assist you in determining how to implement at ,
planning systaa within your existing program. V .'

i*

.

I

lo

1

1), 1;,Trit6 a short paragraph assessing the planning systaa currently in
I,

use. A review of :the workshop exercise, 'ate Planning, System" may
. \

be helpful..

u

O
1

2) Apply -what you have learned' tip date and outline what you consider

be the ideal planning system for your.progam.
.,

2 r

3)' Coonsidet the political and financial realities of your program and
..

formulate a planning system which you thinIc will work.

dir
r

11
941..1A

.
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a

0

,, ,
,

4) Set objectives for the hypothetical implementation of be planing
a.

system .in your, program. -List beloiaii

.1.
.

; r .2. S
, -

$

3.
ti

.

5) Break objectives down into :specific tasks to be peifigmed.

below:- e

1. a5

. b)

3.

4.

.4
I

( e

%

Z..

,
Ot ' -1'

.
Z

. 5 , t
I

a a , ( a. 0
'4

I'
3 .f

' .
...

... 4 0

t
S'S Jo '.

.
..

.,. t ,
t Ci. ..

( .,
*N.

4 . r
A

t
*" 1

.
..: ...,.

.
%

f

I . , 4;4
- .- 1.

C)

4"

.4 ;

ON,

a

'at

.

Ae

a t
* 0 1 _.

St 3
' a

0
.

1
Nt

41004 .7
4,

e-

i . i''' .
II
6 .. e.

. .

. 4. : 49 e
. 4 i "I .S ...

of V. . 4 .-
II t " e* .e

. e ; . . t
.. . ..

a' 4 4 .t. ' e ' ...0

.:- -
...).ke ..e .-...'

. e .
4

i 4 ..
.

...

.... . . .
e a

..
. 7; . ,_,_ao. 4

a * . - ..

0-
a

.
!.

-.'...-
. . 4 , .

1

, . .. . -

.1

. .. . Or

. .I.
P.' ' ' :' ..: I . '. .4.1:: ` W'

I ,
. -.:



a

4-

C

S

4

0

,..001t-

HAND.= DI- i'ART'B

IMELEMENTING A PUNNING PROCESS

"Th I.

-, .

. .

Task (Be Specific) . ' '

4Presentation
(Oral, Written,

Proposal
Etc.)

.

To Whom
(Name and/or
Title):

Decision
Reached
(Specify)

.
,

.

Decision
Implanentatipn
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